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A CHANGING CONTEXT 
Australia, like all developed and most developing countries, is facing major contextual 
changes, one of which is an ageing population, largely through declining fertility and 
increasing longevity (WHO 2002). This will impact on most aspects of global, national, local, 
community, family and individual interactions and decision-making, including for the nonprofit 
sector.  The sector should be aware that population ageing is increasingly being addressed 
in public finance and policy agendas within Australia (see, for example, Intergenerational 
Report 2002-3), as well as by governments in countries such as the United Kingdom, United 
States and New Zealand, and the Organisation for Economic Co-operation and Development 
(OECD) and European Economic Policy Committee (EEPC). 
 
Population ageing and work 
Central to these international and national public policy agendas is the impact of population 
ageing on work, retirement and income support, bringing into focus matters such as life-long 
earning, life-long learning, ‘healthy’, ‘successful’ or ‘productive’ ageing, lifestyle and income 
support and expenditures.  For example, data suggest a close link between ageing and 
expenditures for pensions (less so for health) (Holtzman 2002). As Holtzman reported, 
limited policy options for retirement systems fundamentally amount to greater contributions, 
fewer benefits and/or a higher retirement age. This, in turn, challenges retirement income 
design and reform, as well as the labour market and life-long learning.  
 
These major demographic and structural changes, will impact on nonprofit organisations in, 
for example: 
• The type, location, resources and needs of clients; 
• The type, location or extent of extant, emerging or future programs; 
• Organisational policies and resources; 
• Paid and volunteer staff. 
 
Although the impact of population ageing on service needs and delivery will be a major 
consideration for the nonprofit sector, its implication for paid and volunteer staff is the matter 
addressed here. As a large ‘employer’ of people, many of whom are older, the sector will be 
faced with all of the issues arising from an ageing workforce, as outlined below and 
incorporating data from an international expert group on pubic policy, ageing and work 
(Cambridge UK, December 2002; Taylor 2003), to which one of the authors (MS) was 
invited.  In addition, the sector should position itself to benefit from an increasing pool of 
experienced older people wanting, perhaps even ‘required’, to contribute to community 
activity. 
 
The nonprofit sector is a substantial Australian employer, with over 633,000 paid and 
volunteer staff (Lyons 2001). More broadly, ABS figures show that, in 2000, around 4.4 
million Australians engaged in some form of voluntary (unpaid) work, across all sectors; a 
considerable increase in both volunteer numbers (3.2 million) and hours per week across all 
age groups and for both sexes since a 1995 ABS survey. Older people contribute 
significantly to Australia’s volunteer workforce, although the peak age for both sexes is 35-44 
years (ABS 2000). However, those aged 64-74 give more actual hours per week (2.5 hours 
compared with the median 1.4). Women have a higher rate of volunteering up to the age of 
45; after 55, men are marginally more likely to volunteer. People chiefly volunteer to help the 
community (47%) and for personal satisfaction (42.7%). Additional reasons for those aged 65 
or more include social contact (28%), to be active (19%) and religious beliefs (17%); whereas 
gaining work experience was significant to the 18-24 year group, and personal or family 
involvement motivated 35-44 year olds (ABS 2000).  
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 It is therefore clear that, with population ageing, the nonprofit sector will face changes in the 
availability, work requirements and age management of both paid and voluntary staff. In this 
paper, data and directions for work and workforce planning from the Cambridge expert group 
and related discussions are presented in order to assist the Australasian nonprofit sector 
explore contemporary and future age management. 
 
New, different ways of learning and work will be required 
Population ageing, particularly declining birth rates, will mean that the availability of workers 
will shift dramatically, including for nonprofit organisations. In Australia, the working age 
population currently grows by 170, 000 per year; but during the 2020s it will grow by just 
125,000 in a decade (Comm. Report 2002). The EU, where there will be double the number 
of older workers as compared to younger workers over the next 25 years (Ilmarinen 2002a), 
is already well into this change, which is driving reforms in the area of work, pensions and 
retirement. For example, attention is focusing on redressing policies, which, by allowing 
relatively easy access to superannuation and other benefits, have enabled early retirement, 
particularly in Europe, but also in Australia, either as a voluntary or involuntary choice. These 
include practices which encourage employers to ‘downsize’, or which provide an alternative 
to mature age workers’ (MAWs) seeking work after a voluntary or involuntary retrenchment. 
The nonprofit sector needs to understand these implications for labour force availability, as 
employers, as members of formal and informal workforces, and as community participants. 
 
In addition, new, and different, ways of learning and working will be required as membership 
of a globally changing society impacts on Australia’s economy (Shaping our Future 2003). 
Australia is highly urbanised, with a diverse population. It is also wealthy by world standards, 
but with increasing inequalities. Although traditional industries continue to be important 
sources of employment and income, Australia is increasingly becoming a knowledge 
economy – building, managing and applying knowledge (Shaping our Future 2003). 
 
These factors are changing industries, jobs, and the shape of the workforce, including in the 
nonprofit sector, for, as one of France’s leading authorities on work points out, today’s 
practices, based on the needs of the industrial society, cannot cope with the ageing labour-
force. They cannot manage effectively the overlapping of major periods in the life-cycle which 
were previously well defined (those of education, work and retirement); nor the blurring and 
uncertainties of their entry and exit points (Guillemard 1997). 
 
New approaches are required for this changing labour market. More and more people have 
non-standard employment; conditions which suit many nonprofit organisations’ activities (eg 
aged care). The number of people employed part-time has increased by 50% in the last 10 
years, while full time numbers increased 11% (Shaping our Future 2003).  Different ways of 
doing business require greater emphasis on innovation, entrepreneurship and ethical 
behaviour. Employability skills, such as communication and adaptability, are increasingly 
important in a competitive labour market; not least to nonprofit organisations. People will be 
expected to self-manage their careers and retirement, and ‘jobs’ in nonprofit organisations 
will be important, not only as traditional career choices, but also in critical transitions, such as 
entry to, or ‘stepping down’ from, the workforce, as well as in meeting ‘welfare’ commitments.  
 
 
MATURE AGE WORK AND PARTICIPATION  
Older people are already being encouraged, even required, to continue contributing to 
society, either through work or other forms of engagement (eg Australians Working Together 
2003), especially as it is increasingly recognized that ‘productivity declines little with age, and 
in many applications, particularly work requiring intellectual skills, it may increase’ (Bishop 
1999: 17). The nonprofit sector will be a major player in these developments, as direct 
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employers, and as providers of opportunities to participate in and contribute to community 
activity. Thus the sector will need to be aware of, and address, complex matters concerning 
the future of work and participation, including issues of mature age un/employment, 
education and training, gender and other differentials.  
 
Mature age unemployment 
One of the major drivers for addressing mature age work in Europe (Taylor 2003), the USA 
(Deets et al 2002), Japan (Japan Country Paper 2002) and Australia (Comm. Report 2002) 
has been the decline in labour force participation rates (LFPR) of MAWs, usually defined in 
Australia as 45 and older (Bishop1999). This decline is particularly significant for men in full-
time work. Examination of unemployment levels by age in Australia (Figure 1) is a useful 
place to start; although the picture is compromised by the definition of being employed (1 
hr/week in paid work). 
 
Unemployment is clearly greater for Australia’s youth than for MAWs. However, the data on 
long term (unemployed for one year) (LTU) (Fig.1) and very long-term (unemployed for two 
or more years) (VLTU) unemployment highlight the problem for MAWs.  Over 35% of 
unemployed workers over 45 are classified as LTU (26% as VLTU), compared with 18.6% 
(and 10%) of those under 45 (Comm. Report 2002). That is, MAWs don’t fare so well once 
they become unemployed; being unemployed, on average, for 85 weeks compared with 40 
weeks for those under 45 (Comm. Report 2002). Despite antidiscrimination legislation in 
Australia, recruitment has been highlighted consistently as one of the major problem areas 
for MAWs in the attitudes and practices of employers (Steinberg et al 1994; 1996; 1998; 
2001). It remains the greatest single cause of complaints to Australian antidiscrimination 
authorities, including the practices of recruitment agencies (Encel 2002). 
 
Figure 1 (ABS 2003):  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Long-term unemployment, unemployment and labour force participation, 
Australia, annual averages 
0.0%
10.0%
20.0%
30.0%
40.0%
50.0%
60.0%
70.0%
80.0%
90.0%
15 to 19 20 to 24 25 to 34 35 to 44 45 to 54 55 to 59 60+
Age groups
Pe
rc
en
ta
ge
Unemployment rate
Participation rate
LTU incidence
N.B. (Unemployment and participation rates, 2003; LTU incidence, 2002) 
 
Centre of Philanthropy and Nonprofit Studies 3 Working Paper No. CPNS19 
   
Figure 1 shows that the LFPR drops sharply for workers over 50. Australia has one of the 
lowest participation rates of MAW in the OECD (Bishop 1999). Consideration of Australians 
falling into the area above the participation curve (who they are and why they are there) is 
increasingly necessary for future planning and is an area where the nonprofit sector could 
play a significant role, as both advocate and beneficiary . 
 
If such people wish to be in the workforce, the critical question is how to retain them or 
discourage their leaving (a strong emphasis in the EU). Failing that, it becomes how to 
reintegrate them. These are important societal and organisational, as well as individual, 
questions, as US (Rix 2002) and EU (Ilmarinen 2002c) experience shows clearly that once 
MAWs have left the workforce, their desire, and ability, to regain employment is seriously 
reduced. In Australia, the prospect of re-employment has been estimated at 79% for 45-49 
year olds; 42% for 55-59s; and 24% for 60-64s (Perry in Encel 2002). These data highlight 
barriers and incentives, including those created by or affecting nonprofit organisations.  
 
Mature age employment 
As already indicated, and as in most developed countries, the big decline in participation in 
Australia has been for men in full-time work, although male rates of employment have 
rebounded recently, at least to some extent, primarily through part-time work (Comm. Report 
2002). The strong growth has been for women: often part-time; but also full-time; although 
coming off a lower base. However, while MA employment is growing overall, much can be 
attributed to MAWs ‘bringing their jobs with them’ as they age, particularly the baby boomers 
(Comm. Report 2002). 
 
Often, MAWs do not wish to leave the workforce. For example, three of five workers who 
faced management initiated retirement wanted to keep working (Bishop 1999). Others wish 
to return: Leon Earle has recently suggested that 50% of people who retire early are looking 
for work (Earle 2003); and up to 30% of job seekers using Job Network services are MA 
(Comm. Report 2002). Still others (1 in every 3 unemployed persons aged 45-64) are 
discouraged job seekers, who wanted to work and were available within 4 weeks, but did not 
seek work for a range of reasons, perceptions of being too old prominent among them 
(Bishop 1999). An ARC-SPIRT funded study on employer attitudes and practices in 
Queensland, particularly regarding recruitment and training, recommended to the Premier’s 
Jobs Policy Council, as well as to a national Ministerial expert group, that MAWs be 
encouraged to: apply for vacancies; maintain and develop skills; take a life course approach; 
and build competency in addressing selection criteria/demonstrating skills (Steinberg and 
Mangan 2001; Taylor 2003).  
 
Even for many MAWs in work, employment and conditions may be uncertain. In line with the 
increase in casual work overall, about 30% of workers over 55 are casual employees (Bishop 
1999), including in the nonprofit sector. MAWs on casual or short-term contracts may have 
reduced access to superannuation and accumulation provisions. There are also very 
considerable gender differences (discussed below), as well as MA groups with special work 
support needs, for example, Indigenous people, Australian South Sea Islanders and others 
from culturally and linguistically diverse backgrounds, people with disabilities, and those from 
rural and remote areas (see for example the Queensland Government Action Plan for 
Australian South Sea Islanders 2002; and Queensland Employment and Training Board 
consultations 2003).  
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Education and training 
Long spells of unemployment result in de-skilling over time (Bishop 1999). It is also 
recognised that people with higher education have a better chance of being in employment, 
with higher earnings and job stability (Auer and Fortuny 2000). Therefore, the emphasis is 
increasingly moving to education and training (Shaping our Future 2003).  Yet, MAWs (aged 
60-64) receive about one third of the external training undertaken by comparable 30-34 year 
old workers (Bishop 1999). Furthermore, MAWs themselves do not seek training (eg 
Steinberg et al 1994; 1998). The Jobs Policy Council recommendations (referred to above) 
also included that labour market programs provide opportunities for: the recognition of prior 
learning; accredited training; ICT training; and meeting individual learner needs. The 
education of employers (especially small business) was also recommended, including on: the 
benefits of merit-based recruitment; models of best practice; and the Job Network (Steinberg 
and Mangan 2001). 
 
Gender matters 
The current cohort of MA women have: lower education levels and earnings; intermittent 
work patterns/caring; and higher rates of part-time and casual work. They are therefore often 
less economically secure, leading to greater incentives for working, especially in view of 
longer life expectancy and greater morbidity than their male peers. 
 
Female participation has been facilitated increasingly by:  
• Positive attitude shifts by employers towards employing women; 
• Growth of industries which favour female employment (eg. world-wide shortage of 
nurses, as care needs ratchet up; and as women look elsewhere); 
• Increase in part-time (and casual) employment which suits the lifestyle requirements of 
many women; 
• Narrowed pay gap in many areas;  
• Smaller families and access to child care; 
• Delayed marriage and child-rearing; 
• Changes in marriage rates- increase in never married and divorced women.   
(Bishop 1999) 
 
Even so, there is still an increase in early retirement for women, as well as for men.  
 
 
RETIREMENT vs EXTENDING WORKING LIFE 
Thus the big question, at all levels, is whether people should retire, or be encouraged to 
continue working. Retirement can be a complicated and varied transition, for example, 
moving from full-time to part-time, casual or unemployed, or a discouraged job seeker, 
before finally deciding to leave the workforce permanently. Nonprofit organisations are 
centrally involved as employers of MA staff and volunteers in maintaining skills and 
motivation, as well as in providing attractive opportunities for continued community 
participation and contribution. 
Retirement or staying on? 
A major debate in most developed countries concerns the degree to which MAWs should be 
‘encouraged’, even ‘allowed’, to retire, versus being ‘persuaded’, even ‘forced’, to stay on. 
For example, in the evaluation of the Finnish National Programme for Ageing Workers 
(discussed later), employers stressed blocking the ‘unemployment pipeline to early 
retirement’ by raising age-limits; while employees stressed the importance of supporting work 
ability and flexible working time arrangements for MAWs (Arnkil and Nieminen 2000: 11). 
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This issue, with its ability to differentially dis/advantage individuals and groups should be 
widely debated; with the nonprofit sector an active participant. 
 
A significant portion of the Australian full-time workforce is likely to be retiring in the next 
decade. Yet the slowing of labour force growth means that the MA will have to make the 
largest contribution to its growth in coming years. The 45-64 age group will be expected to 
contribute over 65% of such growth (Bishop 1999), data which should loom large in third 
sector forward planning. It is already a major driving force in Europe towards policies and 
practices that extend working life (see for example Reday-Mulvey 2003). In the EU, there is 
much discussion regarding flexibility and phased retirement options, particularly through  
the Geneva Association (http://www.genevaassociation.org) – but increasingly there  
is a move to encourage flexibility beyond retirement age; with part-time  
work seen as an alternative to full-time work; not to full-time retirement (Reday-Mulvey 2003). 
It is argued that Australia, too, needs an integrated approach to rebuilding a culture of longer 
working life (Perry in Encel 2002); instead of which we find new issues such as professional 
and public liability cover driving people out of part-time or ‘step-down’ work. 
 
Economic considerations 
Staying on has considerable economic benefits. At a national level, the income of all 
Australians will be lifted if as few as 10% of people aged between 55 and 70 remain in the 
workforce instead of leaving (Population Ageing and the Economy 2001), while at an 
individual level, it can extend a person’s income in retirement considerably. The Australian 
Employers Convention (2001) calculated that the early displacement of Australians from 
work costs the country from $42 billion in a high-income scenario to $24 billion in a low-
income one. Staying on is becoming more viable as an option with the banning of 
compulsory retirement and changes to tax and employment laws. At a personal level, these 
decisions have undoubtedly been influenced by current concerns over superannuation 
losses (eg. the $38 billion hole in the $500 billion in retirement savings in Australia) (Cave 
2003). In the US, an AARP survey on stockmarket losses showed that 20% of MAWs still in 
the labour force are pushing back retirement; but few outside it are returning (Rix 2002).  
 
The length and level of participation in paid work is a key issue in the retirement planning 
process. As yet, most people don’t have access to generous superannuation and have to 
rely on pensions or similar income support. For example, 55% of dependent working age 
men received the Disability Support Pension (Australians Working Together 2003). This 
growth in non-activity tested payments contributed towards government attention to Welfare 
Reform (eg Mclure Report 2000), a further iteration of which has resulted in Australians 
Working Together (2003). 
 
In any case, for many in blue-collar jobs, low socio-economic status is associated with 
reduced longevity, so one can’t expect them to work longer, although many shift to low-level 
white-collar jobs after a certain age (Ilmarinen 2002c). Ilmarinen also highlighted a major 
question about the push to life-long learning and continuous re-skilling – are we 
overburdening older people and the differently capable?   
 
The role of immigration in supplying workforce needs is also a vexed issue, particularly 
where employers can import cheaper overseas labour or outsource functions to other 
countries (Taylor 2003). 
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Extending working life/ participation 
If working life is to be extended, there are several key issues: 
• There must be sufficient jobs, reinforcing the need for an active jobs policy. For 
example, a Queensland MP, Karen Struthers, has worked with local  employers, 
media, Chamber of Commerce and others to place 45 over 45s in work in 45 weeks. 
The program has attracted international attention (Taylor 2003); 
 
• Active jobs creation, combined with a move to active participation rather than passive 
welfare, calls for re-defining what is work and what are alternative forms of contributing 
and participating. The nonprofit sector is well placed to take a leading role in any such 
re-thinking; 
 
• MAWs also need the right motivation and skills (refer, for example, to the Finnish work 
on Work Ability and Age Management, discussed later);  
 
• Formal and informal pathways to learning and training are highlighted; 
 
• Employers need to value diversity in their workers, including mature age, and eliminate 
discrimination. While much work has been achieved to reduce discriminatory attitudes 
and practices of employers, both in Australia and internationally, the focus in Europe 
has moved more to valuing diversity; thus avoiding pitting generations against each 
other; 
 
• Advantages of including MAWs in contemporary workforces include; avoidance of skill 
shortages; servicing an increasing diversity of customer base; and maintaining 
corporate experience. 
 
Extending working life is a complex issue, especially as 90% of Australian businesses and 
many nonprofit organisations employ fewer than 20 people. As discussed later, productivity 
and resource questions may be raised by a number of employers, particularly for MAWs who 
are long term unemployed or disadvantaged in other ways.  
 
Never-the-less, there are signs already of increased activity among MAWs in Australia. Of 
the almost 55,000 new jobs created in Queensland over the 12 months to March 2003, over 
70% went to MA persons (Mature Age Work Force 2003). In other words, while MA persons 
make up 1 in 3 workers, this cohort accounted for more than 2 out of every 3 new jobs 
created (Mature Age Work Force 2003).  
 
The nonprofit sector, as both an employer and a service deliverer, needs to develop 
strategies to help find a balance between early exit (voluntary or involuntary) and extending 
working life. On the one hand, the sector could play a leading role in supporting MAWs in 
extending their working life, both by eliminating any discriminatory practices and by 
encouraging learning and skill maintenance or development. On the other hand, nonprofit 
organisations could benefit from the skills and experience held by the pool of MAWs ‘above 
the participation line’, particularly if organisations were to provide flexible options, attractive 
to MAWs. In this, international best practice provides a useful guide.  
 
 
KEY INTERNATIONAL POLICY DRIVERS 
Current LFPRs in most Western countries show a dramatic decline after the ages of 50-54. 
In the EU only 60% of 50-59 year olds still work and only 20% of 60-64 year olds (Ilmarinen 
2002a). The key drivers of public policy in a recent international review of MA work were 
summarised by Taylor (2003) as: concerns about labour shortages (Finland, Japan); 
concerns about funding of public pensions (Japan, USA); and recognition of age as an equity 
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issue (Australia, the Netherlands, USA). A more detailed table in Taylor’s report is 
reproduced in a recent Australian review of the Cambridge expert group’s proceedings for 
the ACTU and Business Council of Australia, including summaries of country papers (Encel 
2003). The experts worked in the following groups: reform of tax/benefit system to support 
active ageing; implementation and integration of strategies for public policies towards older 
workers; evaluating the effectiveness of public policies towards older workers; changing 
company behaviour with respect to older workers and age management; and maintaining 
working capacity among older workers. 
  
The US and Japanese approaches differed somewhat from the European: with different 
demographics, economies and values. For example, the Europeans were fundamentally 
concerned about quality-of-life and balancing work and family, whereas the Americans 
focused on production and individualism. 
 
Three overall broad findings were:  
• Abolition of mandatory retirement appears to have done little so far to change patterns 
of retirement: early retirement is still popular among MAWs; and employers find other 
ways of dismissing MAWs. 
 
• Despite their popularity with policy makers, employment subsidies seem to be of limited 
use, except perhaps where paid directly to the worker. Furthermore, financial 
incentives and re-employment schemes may deepen age prejudices and 
institutionalise age discrimination; and hiring MAWs on temporary or part-time 
contracts may disadvantage those seeking full-time positions and/or encourage firms to 
reduce wages in expectation of obtaining a subsidy. 
 
• Those evaluations which have been undertaken have been limited and have not 
considered displacement (displacing a competitor, with no job creation) and dead wood 
(would have gone into the job anyway) effects  
(Taylor 2003: v). 
 
Internationally, basic principles for the development of policies on age and employment were 
summarised as: 
 
• Adequate resourcing. Extending working life will not be cost neutral as some MAWs 
will require intensive training and placement costs, oversetting savings in benefits and 
increased tax revenues. Employers will be reluctant to carry cost burdens, for example, 
of training and redesigning workplaces, particularly if they can source cheaper labour 
from elsewhere.  
 
• Non-age specific.  An approach based on age diversity, not chronological age, is 
preferred, emphasising the life-course. Workers should receive the same level of 
employment protection regardless of age. 
 
• Integrated/strategic. To date, pension reform has driven much of the policy making on 
ageing, without consideration of the implications for employment policy. Public policies 
need to be integrated and ageing mainstreamed. 
 
• Preventive. Tackling workers in their mature years may be too late, raising the need 
for whole-of-life preventive strategies from health promotion and human factor work, to 
job redesign, age management (HR), life-long learning and skill maintenance. 
 
• Localised/bottom-up. While national governments set the tone regarding incentive 
structures and employment policy, regional and local government, employer groups, 
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trade unions and organisations have a critical role to play. Ground level activities 
engaging employers directly are usually the most effective.  
 
• Targeted. Diverse needs should be addressed, rather than treating MAWs as a 
homogenous group. Gender, disability, socio-economic group, occupation and industry 
sector are important differential factors. A specific focus is also needed on areas with 
ageing workforces (eg. nursing, teaching). 
 
• Flexibility. Choice and safety nets need to be retained. Pension reforms aimed at 
extending working life may disadvantage the less well off  
(Taylor 2003: 38). 
 
That is, a long-term, consistent and positive structure is required, including for the nonprofit 
sector. The erosion of certainties around retirement mean a need for support in managing 
career risk and retirement planning, assisted by clarity in social security and income policies; 
and these should not be contradictory. The incentive structure must also be right to 
encourage older people to remain economically active. In fostering effective age 
management, the nonprofit sector would benefit from examining examples of internationally 
recognised best practice, of which the Finnish approach is regarded as outstanding (Taylor 
2003). 
 
 
AGE MANAGEMENT: THE FINNISH APPROACH 
The Finnish approach shows that ageing and work, while complex, can be managed 
conceptually and practically; breaking up the layers and stakeholders into areas and matters 
to be addressed by partners ranging from government, to agencies (including nonprofit 
organisations), to individual employees (or volunteers) (Fig 2, Ilmarinen 2002a: 26).  
 
A conceptual framework to manage ageing and work: the Finnish 
approach  
The National Program for Ageing Workers was established in 1998, following many years of 
work on age management, to address issues including early retirement, low rates of 
participation and of re-employment among MAWs, and reduced working capacity. It was built 
around the concepts of work ability (refer below) and employability (Ilmarinen 2002a, 2002b; 
Arnkil and Nieminen 2000). This broad spectrum, population based program is targeted at 
employed and unemployed workers aged 45-64, and implemented through a group of ‘social 
partners’: five government departments; the Association of Local and Regional Authorities; 
the Institute of Occupational Health; the Social Insurance Institute and representatives of 
pension funds; trade unions and employers (Ilmarinen 2002a, 2002b; Taylor 2003). While the 
whole program would be difficult to implement in Australia, and its outcome problematic, the 
conceptual framework and aspects of work ability could well assist nonprofit organisations in 
age management. 
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Figure 2 (Illmarinen 2002a: 26):  
 
The conceptual framework addresses problems, means or solutions, and results aimed for, 
at individual, enterprise and societal levels (Fig. 2), with the enterprise level regarded as the 
most important place to start, because the needs of both individuals and enterprises can be 
met together, and at the same time (Ilmarinen 2002a: 26). 
 
Work ability 
The concept of ‘work ability’ (Fig 3 Ilmarinen 2002b:7 ), measured by the work ability index 
(WAI) (Ilmarinen 2002a), is central to this approach; and is also now used in a number of 
other countries. Ilmarinen describes it as a house with four floors, the first three layers of 
which (health and functional capacities; education and competence; and values, attitudes 
and motivations), classed as human resources, are held to be largely the responsibility of the 
employee (Ilmarinen 2002b: 7). The fourth layer of work as a whole includes both the 
dimensions of work, and of the work environment, as well as management and work 
demands; seen to be largely the responsibility of the supervisor/employer. Age management 
training therefore should focus on all levels of management- line managers, supervisors and 
foremen, as well as senior managers (Ilmarinen 2002a). All of the measures need to be 
integrated. 
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Figure 3 (Illmarinen 2002b: 7) 
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The approach improves both productivity and well-being. Cost-benefit analysis of over 200 
work ability promotion projects in Finland showed at least a 3-fold investment return to the 
company; in the best cases, 20-fold (Ilmarinen 2002a). The benefits were most pronounced 
in: reduced work disability costs; greatly reduced sick-leave; increased productivity; and 
increased high quality work. Good work ability also predicted significantly better function and 
well-being in retirement five years later. The work would be well worth exploring for many 
nonprofit organisations. For example, as part of an ‘Age Management’ approach, MAWs 
regulating their own work, particularly self regulating breaks at work, order of work tasks, 
working methods and working speed, have produced highly significant improvements both in 
productivity and worker well-being in Finland and other EU countries (Ilmarinen 2002a). 
 
The promotion of work ability is needed with advancing age, independent of the job. It results 
in improvement of work quality and productivity, individual life quality and well-being, as well 
as long-term effects on quality of life in the third age (Ilmarinen 2002a). 
 
 
AUSTRALIA 
Australia has a strong industrial relations base and MA work is now receiving considerable 
policy attention (eg. The Intergenerational Report 2002-2003; Population Ageing and the 
Economy 2001). 
 
Australia does not have the same drivers as Europe, differing, for example, in the degree of 
ageing and in pension and support mechanisms. As already mentioned, Australia takes a 
strong equity approach, with a legislative commitment to antidiscrimination, unlike, for 
example, the UK (Taylor, Steinberg and Walley 2000) although the outcomes appear 
questionable (Taylor 2003). The two Australian papers prepared for the Cambridge expert 
group are summarised in the ACTU/BCA Report (Encel 2003).  
 
Issues which deserve focus include: 
• The integral role that people over 55 will play in securing labour supply by the end of 
the decade (discussed earlier); 
• That strategies for retention need to be balanced with strategies which ensure 
continuing productivity with age (refer to discussion on work ability); 
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• The requirement for integration in policy and practice as well as resource focus at the 
government, industry, organisation and individual level (refer to conceptual framework- 
Fig.2); 
• Targeted areas of focus would include: management practices and organisational 
structures; individual perspectives on the work/life course; a shift in government policy 
settings from the health and welfare impacts of ageing to a proactive focus on 
increasing participation in work;  
• Actively resourcing initiatives to address detachment factors such as health and well-
being, deskilling, work/family balance, caring responsibilities; 
• Encourage or facilitate continual vocational learning throughout working life, career 
planning, and assisted vocational transitions across occupations and industries. 
 
A member of the National Advisory Council on Ageing, Louise Rolland (2003), stresses the 
need to shift, conceptually and in practice, from considering MAW within welfare reform to 
the economic management agenda. Otherwise, she argues, Australia remains focused on 
access and equity issues, only relevant to the most disadvantaged, when the focus should 
be on issues which cut across levels of government, industry and social policy and practice. 
Nonprofit organisations could take a lead in many of these matters. 
 
CONCLUSION 
The last two decades, against a background of globalisation and restructuring, have seen a 
marked reduction in the length of working life, with a dramatic fall in LFPRs among MAWs in 
developed countries, particularly men in full-time work. Age discrimination, both overt and 
covert, has been rife. Policies and practices encouraged or facilitated early exit of MAWs, 
while labour market policy was aimed at tackling youth unemployment. 
 
However, in recent years, with population ageing, and concerns about declining participation 
rates as well as income support needs, options for extending working life are being explored. 
Current thinking requires the involvement of all generations and the adoption of life-course 
strategies enabling workers of all ages to stay longer in employment; concentrating on 
integrated pension, employment, health, social support and citizenship policies and 
practices. In this, age management and work with employers are critical. It all needs to be 
backed by prevention, life-long learning, attention to crucial transitions, career and retirement 
planning.  
 
The nonprofit sector should be an informed player in these developments, as both employer 
and service provider. Sector organisations should ensure that staff of all ages, but 
particularly in this context MAWs, retain skill and knowledge levels in order to remain in the 
workforce as long as possible. They should ensure that both overt and covert age 
discrimination is not acceptable. Where possible, flexible working arrangements should be 
encouraged. In recruiting both paid and volunteer staff, MAWs should be considered and 
their skills and attributes recognised. For those MA people who are unable/do not wish to find 
paid employment, participation should still be encouraged. The nonprofit sector is perfectly 
placed to both benefit from and support these endeavours by positioning themselves, their 
staff and volunteers, individually and collectively, for effective age management.   
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